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CHART? P I 

cf&.sactep;st::3 cf ccmmisity college contracts 



were reG^e s 1 1- s to s ^bts* t a 



cowtges participating ir ;ollv-twe barga ir,j,ng 
".heir ,.rrent contract. All cop tracts were 



aralvzeJ to d«ter=.«e sioilar^^s and differences and are reported m Tables 3 
tnrougrf 2 7 



;Dr.ra«v.s coc? *n a .ar.etv of snapes, sizes, _and :>rint. Tne Triton 
cortraw: ^ad only eight arcles, bit La«cc Courty had tbirtv-four separate arti- 
:Ies Most -0.ie?€ ;jr;ra v :s cortained a range froc thirteen. to nineteen arti- 
cle*. T*e ? r ga*u za t .3n<*l fareat aiso^faus far short standard aat icn . Most' 
.crtracts included t^-e salar, s^nedul^ wl: 5 - in the bod>. contract, although 

S^ae cos* • - 



iso^faiis far short ?f standard izat icn . > 
dulft within the bod> ^>f contract, alt! - 

atta;" salar* and extra-curricular s^ed.^les as^an appendix. rev 
ere fjurd ^ the orler in wni^h itens appeared/ All :ontracts m 



appea r 

is but on'./ a f«>%, .^cLpded an index-' Ctn^r obvious var* 
^he q^alit , of reproduction, tvping, ?a2i^s! ior, and 



c 1 ided a t 

latins vere pr**se"*t 
s £ J 1 * 

Bargai-ing Stat#£ 

. ne ;_-t=m.,->.ty ::,:ieg-* cosp'-s^ng t~e Illinois *,ster and :^ir -Gl>c*we 
bargaining statjs are c .rd .p fables I and 2 Tuentv rf tr»* 39 p^bli. cd?ts-j- 
niry c^I.ege distr.it*; 4 - 1 1 1 . i« '5: 3X; ergag* ;n formal ,olle:tue bargain- 
ing >as.*g t- a vr -3-tra.t ' se«- Tar>l«» 1?. T*-e r*r?ain;ng districts ds 
not, at t^.s tire, -~gag^ f^rirai bargaining ' se*> Table 2 : . v ar, of tne col- 
leges . isted m Tas.e 2 e-^ga?e .n "--eet and confer" se^sio~s vitn fac^It. repre- 
sent at. **r:>»rs-ip ^e or -;re unions is *ot r^-n-r ip ,pfse 
bargain. n£ o. strict*; 
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Say>f Va 1 1 i> y 

c po< n ? wyr 
TV r"t->n 
Tr it >r 



ERLC 



D 



TABLE 2 

ILLINOIS COMMUNITY COLLEGES WITHOUT FORMAL CONTRACTS 





j * District Number 
. ^ 


District Name 


] 




Ka sk ask i a 


i . 


502 


. DuPage - k 


* j . 




siscK nawK 






Parkland 


c 

5 . 


> }U / • 


Dan v i 1 1 6 


6 . 


CAQ y 


Elgin ^ 




511 


Rock Val ley 


It 


517 


Lakeland 




520 


Kankakee 


10. 


521 . 


Rend Lake 


1 1 . 


523 


Kishvaukee • 


12. 


526 


Lincoln Land 


13. 


529 


Illinois Eastern 


14. 


531 


1 Shawnee 


15. 


533 ' # 


Southeastern 


16. 


535 


Oakton 


17. 


537 


Richland 


18. 


539 


John Wood 


19. 


601 


SCC, East St. Louis 

t 



Organizational Affiliation 

Of the colleges participating in'col lect ive bargaining, 13 (65%) are repre- 
sented by affiliate^ of the American Federation of Teacher s/l 1 1 inois Federation 
of Teachers (AFT/IFT) and six ( 25% ) colleges are affiliated with the National " 
EducatNion Assoc i at ion/ 1 1 1 moi s Education Association ^NEA/lEA). In addition, 
one colr^ge is represented by both the American Association of University Pro- 
fessors (AfctfP), and the American Federation of Teachers (AFT/lFT). The faculty 
pay dues to both organizations.^ Only one college engaging in formal collec- 
tive bargaining has an independent faculty union. * 




TABLE 3 

0 - ORGANIZATIONAL AFFILIATION 



nea/iea 



aft/ift 



AAUP 



Independent* 



Lewis and Clark 
Logan 
XcHenry 
Sandburg 
Sauk Val ley 
Spoon River 



Be.1 lev 1 1 le 
, Chicago* 
Harper* 
Highland 
II 1 ioois Valley 
f Joliet 
Lake County 
Moraine Valley* 
Morton* 
Prairft State 
Thornton* * 
Tr i ton* 
Waubonsee 



Bel levi 1 le 



Illinois Central 



, *Tbe unions represent ing .the teachers of these Cook County ^ol leges are chapters' 
of the Cook County College Teachers I'nion, Local 1600 AFT , AFL-CIO. Each cam- 
pus chapter affiliation negotiates its contract individually. 



Length of Contract * m 

Multiple-year contracts are more common than single-year contracts among 
the community colleges included in this study. Nine" colleges have two-year con- 
tracts, eJght have three-y^ar contracts, Thornton initially negotiated a multi- 
year contract, however, the parties agreed to automatically extend the contract 
indefinitely, one year at a time and renegotiation- of the existing contract may 
take place if formally requested by either party, 

TABLE U \ ' 

LENGTH OF CONTRACT _ ' 



1 Year 



Harper 

III inoi s Central 
Tfcornton 



2 Years 



Highland 
1 1 1 inoi s Val ley 
Lake County 
Mc Henry 
^Morton 
Sandburg * 
Sauk Valley # 
Spoon River 
Waubonsee 



3 Years 



Belleville 
Chicago 
Jo I tet 

Lewi<j and Clark 
Logan 

Moraine Valley 
Prair re. State 
Tr icoiT 
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Reopener Clauses^ * N , V t 

A reopened clause is a provision in a multi-yeas contract which states the 
t ynes and circumstances undeji which certain parts of tne agreement, usually 
wages, 1 can t>e renegotiated 'before the agreement expires Fc^ur of the multiple- 
year contrfi^t*s analyzed in this study contained provisions to reopen negotia- 
tions on an annual basis (Belleville, Lewis and CI ark , Prairie State, and 
Triton) Triton requires Board of Trustee approval to reopen negotiations, but"* 
there is no limit on the issues that can be negotiated if^e union provides a 
30-da> notice and gains board approval to negotiate, /tewis and Clark allows the 
union to unilaterally Lall for a reopening of negotiations, 90-day notification 
irf required Prairie State his a reopener clause specifying tha^^Jnly a few 
issues can be negotiated, including salary, overload, stipends* £r?d insurance. 
Tht Belleville contract is even more rest r i c t ive . „ Negotiations can be reopened 
soleK to discuss salary 1/ the'union provides a' 90-£ ay notice ( 



TABLE 5 

MVLT IPLE-YEAR CONTRACTS WITH ANNUAL OPENERS 



r 



Contracts with 
Reopent > rs 



Triton 

Lewis and Clark 
l^" prairie State 

/Bel levil le 



Subjects for Renegotiation 



Opt lonal --Board ^of Trustees decides 
Any issue, 90-day notice 

Salaries including overload pay, stipends, and 
insurance 



Sa 1 a ry on ly , 90 -day not ice 



1embe 



Unit Membersh ip . _ — " \ 

l*ni^t membership refers to the group of employees represented by a single 
bargaining agent, Urrit membership varied from college to college (see Appen- 
dix B). Some colleges excluded Division/Department Chairpersons, others includ- 
ed them within th£ unrt One contract Ooliet) both includes and excludes por- 
tions of the chairperson's rol^e The Joliet contract excludes the . pres- 
ident, other admi n 1 st rat 1 ve , xecut 1 ve /ind supervising personnel, and the por- 
tion of the department chairperson's role ^hat is administrative."^ Most 
contracts exclude part-time employees fromi the unit. However, three colleges 
(Norton, Spoon River, and Triton) do,not specifically exclude part-time faculty 
members from the bargaining unit (see Iable*6) Belleville provides participa- 
tion for part-time faculty holding at lea»st a 60 percent* appointment (e.g., pro- 
rated sitk Lave, full hospitalization, and prorated salary according to the 
schedu l»' ) • Part-time faculty 'at Belleville have no; othe^r contractual' benefits. 
Smdbufg int_lude& all M r»gular" full-time faculty in the unit and provides full 
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benefits to part-time faculty members hotting a* Least a 75 percent appointment . 
S<xae contracts are ambiguous concerning 'unit membership. Often these c6ntracts 
'include on ly . f ul 1-t iroe faculty, bat they fail to define what constitutes full- 
time faculty status.* , , * • 



• TABLE 6 ' 
PART-TIME FACULTY 'STATUS 



Contracts Protecting 
Part-Time Faculty 



Contracts Not including # 
Part-Time Faculry^^ 



Belleville (partial protection) 
for partrtime faculty hol-ding 
3/5 appointment or mora* 

Sandburg (included part-time 

faculty wfth at least »37"£ } - 
appointment) 



, Chicago 
Hamper 
High la^id 

Illinois Central 

Illinois Valley 

Joliet 
, Lake County 

Lewie, and Clark 

Logan . 
^McHenry 

Moraine Valley 
r Morton 

Prairie State - 

Sauk Valley- 

Spoon RiVer 
, . Thornton f 
t Triton , 

^ubonsee j 



* j ' 

Academic Year Calendar 

Seven of the college contracts (357) did not include the subject, of an ac^a- 
demic^ calendar . The feelleville contract cleanly indicated that the adrmnlstra- 
T ion'deve loped the academic calendar to be considered by the board. Eleven of 
the college contracts (552). indicated that recommendations ind suggestions from 
faculty representatives are presented to the, Board Jin developing the academic . 
year calendar. Two of the colleges (Chicago and Tfiton) ? mc lud£d the calendar* 
in the negotiated contract. s • ^ 



/ 

*Wxthout legislation, Illi^^us Community colleges have no legal guidelines fox . 
unit det erraJJSucron. No consistent patterns have emerged. States with labor 
,lavs usually prescribe guidelines for*unit determination based upon several 
criteria, such as community of interest, employee desires, bargaining history 
and the administrative organization o^ the employe"*. 1 * " 
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TABLE? 
" ACADEMIC YEAR CALENDAR 
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^College 


Acadosui Calendar 
Previsions Not . 
Included 

♦ 


Rccos&cndac ions free 
Faculty Representative 
to the Administration/ 
Board * 


Incorporated CalereJar 
into Contract 
✓ - 




Belleville j 







f * 


Input froo administration only. 


Chicago 


* 




X 




4 

Harper , 




X _ ' | 


L -Zl 




Highland 










Illinois Certtr^^ 


X . 


- — Hr 






filinois Galley 


X 


— — — -a — * — - — . 
_ - — — — 


— * n 


/ - 


Jol let 


* 


x 




1 


Lake County 




X 





/ 


Lewis and Clark _ 




* X 






Logan 


y , 








hfcHenry 


X 


4 ■ — — 


/ ~^— 

' TP 


* 


>toraine Vallqy 




x * * 


— — J i 


, : 


rorton j 


/ 


— t — ■ — 

< ^ X 




— • . 


Prairie State* 




X 






Sandburg 


X 


... 




• 


Sauk Valley ' 


X 


** 






Spoon River 


X • 




•* 




Thornton 




X" 






r 

Triton 






' X 


N — - 1 ■ 


Woubensee 




X 






X of Colleges ^ 


f 35X 


SOX 


102 


5X 



ClaSs Size Liaits 

Five colleges 4-25%) have contracts w/th either a minimum or a maximum class 
Size provision One college includes a minimum class size provision, but four 
other colleges have maximum class* saze limits. Chicago has a variable class 
size limit ranging from 25-35 students for day classes, and 39 students for eve- 
ning classes, Jiecture sections, however, are limited to 150 students. Illinois 
Valley limits regular classes to 35 students with some exceptions, for example, 
English courses are limited to 25 students, seminars are limited to 15 students, 
laboratory and developmental courses are limited to 20 students, and 120 stu- 
dents in lecture sections. Joliet limits rhetoric classes to 33 students per 
section, and composition courses are limited to 20 students. Thornton limits 
class size to a maximum of 38 students, Some Thornton courses such as English, 
and business have limits from 22 to 35 students. Highland has no specific pro- 
visions for maximum class size but sets the minimum class limit at 15 students. 
Classes below this minimum number of students require special permission from 
the administration. . . 

■f ' • • * , . 

Fifteen^ contracts (75%) do not designate class size limits They do speci- 
fy which ^administrator is responsible for class size decisions and 'often provide 
general criteria and guidelines One college (McHenry) designates the president 
or designee this responsibility, but a ©lass Size Appeals Boaad has been estab- 
lished to hear faculty complaints Be 1 1 ev l'fle leaves class mze decisions to 
the administration but does lirnit^ laboratory enrollments to stations available. 



TABLE 8 *» 
CLASS SIZE LIMITS 



Contracts with Class Size 
Maximum or Minimum Limits 



Chicago (variable) 

Highland (designated minimum class size) 
Illinois Valley (variable) 
Joliet (variable*) ^ ' 
Thornton (variable) * ' 



Contracts with No Class Size 
Maximum or Minimum Limits 

ilellevil le 
Harper 

Illinois Centra** 
Lake County 
Le^ and Clark 
Log 
Ittnry 
aine Val ley 
Morton 

Prairie Stat"* 
Sandburg 
Sauk Valley 
Spoon River 
Triton 
VTaubonsee 




1 
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Teaching Load Provisions 

AH contracts include specific langoage in regard; to teaching load. The 
community colleges surveyed are 5n the semester system except Sandburg which is 
on -the quarter system. The details of teaching load vary from college tb col- 
lege, The definition of a full-time teaching loa<J for facul ty members ranged 
from 24 to 36 semester hours. It should be noted that some contracts also re- 
quired different work schedules for librarians and counselors. Several colleges 
weigh teaching hours by subject matter, laboratory secti»on^ and lecture sec- 
tions. This led to elaborate ^formulas and a listing of equalized hours, Ip 
some colleges four composition coursefi are considered a, full load, %rtiile five 
courses in most other subject areas constitute a full load. In a few cases, 
laboratory hours are equated with lecture hours. ^ Frequently a ratio of ,75 to 1 
is utilized La.rge lecture classes are also weighted in some contracjt-s. S^i^c ^ 
contracts had specific provisions for teaching overload courses. Illinois VaT^ 
ley limits overloads to, one class per sem^ter, but McHanrv allows 10-15 hours 
of overload per year.* j 



TABLE 9 
EACHINC LOAD PROVISIONS 



College 



Lo«d 

(Semester Hours per year) 



, ^Overload Maximums 
^Semester Hours pe^ year) 







Bellevih^ | 28-32 - 


f 


Chicago ^ ^ „ j 24-26 ' 

t fphys Ed is assigned 32> 


9 


Harper * 


30 but require 4 unique * 
course sect ions 


9 ' . ' * / 


Highland 


32 




Illinois Central 


.30-3,2 


4 - , ' x ■ 


Illinois Vaifcev 


- 30 


2 > • ■■ 


JcHiet ! 3p-32/Max, 3 preparations 




Lake County ' 


4l 




Lewis and Clark 


30-32 




Logan * 


30 




McHenjy ^ 




* 10-15 possible 


Moraine Vallev 


30 




Morton 


30-36 




Prairie State 


30 _ 


1 ' 


Sandburg * 


36* 

> H 


8 equated hours per 
quarter* "\ 


SauW Vallev 


32 


\ 


r ■ * 4 

Spoon River 


30 " 1 




Thornton 


.26-32 ' ^ t 




Triton i 


28-32 * -Jf/r 


Waubonsec 


30 < 


: $ 



♦Sandburg is the only Illinois public community college ^with a negotiated con- 
traction the quarter ^vst-em, t»Jreft>re the contract provide^ for an annual 
' teaching load of 48 equated quarter hours 
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Academic Tfeedom ^ / 

Seventeen (85X) college contracts included langua"ge referring to academic 
freedom. Generally, the majority of these contracts entitled faculty members to 
freedota in the classroom, in research and pu6l icat ions , and in citizenship. 

TABLE 1Q ' . ' 

ACADEMIC. FREEDOM 



College 



Provision for 
Academe Freedom 



No Provision for 
Academic Freedom 



Bel levil le 




X 


Chicago 


• X * 




Harper 


X 




Highland 


1 — X 


L ■ 1 fcr-r 


Illinois Central ^ 


i ■» — 

X 




Illinois Valley 




' X 


Joliet ; 


X ' „ 


1 


Lake County 


X 




Levis and Clark 


X 


.. L- - - 


Logan 


^ ^ 2 




Mc Henry 


X 




Moraine Valley 




t * , 


Morton. 





X 


Prairie State 


X 




Sandburg 


X 


* *■ > 


Sauk Valley 


X 




Spoon River 


X 




Thornton 


X * 




Triton 


x ^ • 




Waubonsee 


X 




1 of Colleges 


/ .85* / 


, 15X 



Office Hours ■ » — - v 

Al^ college contracts control office hour provisions. Moraine Valley has 
no specific requirements but reserves ^ie right to establish them if needed. +■ 
Moraine Valley requires that the 3 30-5.00 p.m. time period on two days per week 
be set aside for committee" meet ings *and other college responsibilities. Morton , 
has no minimum number of office hours leaving this decision to the instructors' 
professional judgment. Morton ^requires that office hours be posted Two col- 
leges require a minimum of dfour office hours, etght col leges 'require a minimum 
of five office hours, and six colleges require a minimum of ten office hours 
Logan has « variable schedule jwhieh requires six to eight office hours based on -. 
the number of courses. and laboratory sec t ions* ass igned to the faculty. Many of 
the contracts require additional office hours if the instructors are assigned 
overloads. te 
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TABLE il 

MINIMUM OFFICE HOURS FOR TEACHING FACULTY 



College 


Unspeci f ied 
, Office Hours 


4 

per wk. 


5 

per wk. 


6-8 
per wk. 


10 
per wk. 


— 71 71 

Be 1 1 ev 1 1 1 e i, 




M 








Ch icago 


; ' 


I 
\ 






X 


Harpej^ < 




V 






X 


Highland 


No minimum, but must 
establish & maintain 










Illinois Central 






\ *X 






Illinois Valley 






'Vx 






Joliet ' 






Vf 




• 


Lake County 






V 

1- — 1 




X 


Lewis and Clark/ 










X 


Logan 






•4 






McHenry 


• 


* 


X 






Moraine Valley . 


Jioard reserves right 
to require (See Dis- 
* cussion) 








t 


Morton 
i 


Professional judgment 
and must post * 










Prairie State 




X 








Sandburg 












Sagk Valley 






X 






Spoon River 










X 


Thornton 






X 






Triton 






* 




X 


Waubonsee 




\ . 1 









Insurance I 

All <oramunity college contracts analyzed in this study provide health and 
taedica^ insurance for faculty members Health insurance cost and coverage var- 
ied among the colleges- The amount paid by the employer ranged from total cost- 
of the premium to a micviraum of 75 percent. t — * v 

* Table 1^2 displays a partial picture of the 'great divers it y-*£aufld among the 

various 'insurance benefits provided employees. All colleges also provide life 
insurance. Three colleges (15 percent) include a disability insurance program. 
Seven of k the colleges (35Z) included a dental insurance plan. In addition, mis- 
cellaneous insurance coverages were also included in a few contracts. These 
other insurance coverages , and the percent of Contracts which included them fol- 
low, combined Dental and Visioa(lOZ), Group Au^o ( 5Z) , Malpract ice* £qt Nursing 
faculty (5Z), Liability (10Z), and Prescription Drugs (5Zi, Lake County pro- 
'vides each! employee with S1200 ( that may be distributed to eight fringe benefit' 
choices \l I inois ^Central allows employees to join a health maintenance organ- 
ization in lieu of health and medical insurance. * ' / 
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TABLE 12 
INSURANCE 



ERIC 







1 






GPDUP 


MAT PPA/TTfir 




DENTAL & 


PFE9CR. 


COLLEGE 


, ore 


HEALTH 


DISABILITY 


DENIAL 


Aino 


NURS .FACULTY 


LIABILITY 


VLSICK 


DFUGS 


Belleville 


— 

X 


X 
















Chicago 


X 


X 




X 


X 


X • 




X 




Hafper 


X 


X 
















High lard 


X 


X 
















Illinois Central 


X 


X 


X 








X 






Illinois Valley 


X * 


X 
















Joliet 


X 


X 




X 












Lake Ccwtty 


X i 


X 


X 


X 


> 











Levis Clark 


X 


X 
















Logan 


X 


X 






— 1 










FfcHenry 


X 


X 
















Moraine Valley 


X 


— 




X 








X 




hforton 


X 


X 


. ... # 














Prairie State 


X 


X 




* 












Sandburg 


X 


X 




X 










_ 


Sauk Val ley 


X 


X 
















Spoon River 


X 


X 


1 1 — — 


X 




• 


• 




* 


Thornton 




X 




X 












Triton 


1 

X 


X 




X 












Waubonaee 


X 


X 
















X of Colleges 


100 


100 


15 


40 


5 


5 


10 


10 


5 



18 



Retirement 



All colleges belong tc the State University Retirement System (SURS). Only 
&*fyf contract* make *no mention of retirement. Eight colleges have made con- 
tractual provisions , for tax-sheltered annuities, and three colleges have negoti- 
ated early retirement. » ' 

<v * r - 

4 TABLE 13 \ 

. RETIREMENT PROVISIONS' 



Col lege 



SURS/ 



Tax-She Itepfcd 
Annu ity 



Early 
Ret irement 



Belleville 1 X 






Chicago ,1 X 




1 


Harper . m . 


X 


X* * 




High 1 and 


X 


y 




„ Illinois Central 


X 


X 




Illinois Valley 


X 






Joiiet - . 


X 






xfc^ke County 


X ' . * 


X 




Lewis and Clark 








Logan 


X 






McHenry 


X* 


/ 




Moraine Valley 


X 






Morton 


x 

U 1 5 r- 


x 




Prairie State ' 


X * 






•Sandburg 


X 






Sauk Vallev 


X , * 






Spoon River 


. x 


X 


— 7~ 


Thornton 


X 


X 




Triton * 


X 




' X 


Waubonsee 


X 






% of Colleges i 100 


AO 


, 15 



Tuition Waiver and Reimbursement " 

Tuition waivers for courses taken at the local community college are one 
fringe benefu found in nany contracts. Table 1*4 indicates that twelve* col leges 
(602) provide tuition waivers for full-time faculty members, The majority of * 
the twenty contracts analyzed also provide tuition waivers for spouse Jid chil-* 
dren. * / 

Fiftv percent of the colleges provide tuition reimbursement for courses * 
taken at s^eijior Colleges for faculty covered by the contract. Some colleges 
provide reltnfcur&empfif based upon credit hours while others stipulate a maximum 
dol lar, Veiraburs#*rnrnt . A few colleges include maximums for credit hours and 
dollar $K>unts . . i 
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> 






WHICH V&IVSfc AH) KHML^StNI PKJ/ISICN3 


• 


t a. 




• 


1 


* 


j 

INIESUL HUTCH WAIVER 


' ~ ~ — ! 

/ * f 

SNIOR COLLEGE ILTTICN SEDfiJBSE?©?! 

>• ' - ■ 




College 


< 

waiver 
Provided 


i 

Ho Waiver 
Provided 


Spouse 


m 

Children 


Tuition 
ReiibjTBecent 
Provided 


Ho Tuition 
ReirfwrBecEnt 
Provided 


Kax. Dollars 

Per Year 
For Tuition 


, Max, Hr*;* 
Per Year 
Alloyed . 




Belleville 


* 


X 




< 




X 








Chicago 


* 


X 


S 


* * 




> x. 


j — 






Harper 


X 




X 


X K2U VT9 ) 


X 




$430 


L 




RitfUand 


X 




X 


X 


X 




« 

• ' i 


s 


r ' 


1 11 itch s Central 




X 








X 


u-V 


- - 




Illinois Valley 




X 








X * 








— ^ 1 

1 Joliet < 


X 




X 


X 


a — — „ — . 


. X 








Lake Qxrsty 


X 






' T 1 1 H 


X 




$500 . 


12 hrs. 




Levis and ClarV 




. *x 




. — 




X 








Logan 




[ x ! 






X 


*■ 






Jfcrienry 


X 


1 1 X 


X 


X \ 




t- — , 






MDraire Vsllev 


. X 




X (7SX) 


«2Uvrs. ) 


X* 










Morton 




X 








X 








Prairu? State 


* X > 




X (50Z> 


X (502) 




X 








Sandburg^ 




/ — 

X * 






X 




$200 ♦ Lab Fees 






Sauk Valley 


X 






X «2l yrs > 


X 


— — # 


$50/Credit Hr. 


— 6 hr«- 




Spoon River 


X 






X 


X (50Z) 




' ^ 






Thornton 


X 






X 




X 








Tritpi * 


X 




X <50X> 


X (50%) 


X. 






9 hrs. 


* 


Wsufccrtsee 


X 




X 


X «25 yrs ) 


X 




$250 


6 hrs. 




% of Colleges 


60 






55 


50 


50 


.$25 


20 hrs. 


• 


„ T" I 

Q a faculty taqcber is required to take a course bv the administ rat ioq , tuition vill he provided, 
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Leave s • 

The wide variety of leaves negotiated m the various college* 1* displayed 
m Table 15 Sick leave ami association leave are discussed later in this re J 
port. Kineteen colleges negotiated personal business day leaves. The 

range is froe two to six days. Four of >the colleges indicate that personal 
business days were non-cusulatwe Sabbatical leaves were negotiated by eight- 
een of the colleges (9GX) surveyed. The saiority of these colleges mdicatfd 
that a sabbfrtical leave could be* granted to a facuV^y seaber after that person 
had taught at that college for six years on a full-tiae basis. 
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College 




i 

3 
e 

i 


g 
1 


I 
1 

1 
1 

& 

s 


v 

i 


1 

a 


I 


i 

§ 
1 






i 

a 

>* 

1 


1 
1 


i 


g 
1 
1 


i 

1 

1 

i 


i 




- 1 




1 
1 


i 


Belleville 


X 


X 


X 


X 






X 


X 




X 


X 


X 




X 


X 




— - 


X 


Chicago 


X 


X 


X 


X 


X 




X 




v 

A 




X 




X 


X 


X 








Harper 


X 


X 


X 








X 




X 


X * 


X 


X 




X 


X 


Y 
A 


X 


- — 


Hitfiland 


X 


yr 


X 


























Y 
A 






Illinois Central 


X 


X 


X 
















X 








X 






X 


Illinois Valley « 


X 


X 


X 






A 


X 




< 




X 








X 








Joliet 


X 


X 


X 


X 
















X 






X 








Lake County 


X 




X 




X 




X 


X 












x> 






X 




Levis and Clark 


X 


' X 


X 








X 








X 




X 




X 


X 




- — ► 


Logan 


X 


X 


X 








X 






r 






X 






X 






HcHenry 


X 


X 


X 


X 














X 








X 






Hsraine Valley 


X 


X 


X ' 


X 






X 




X 




X 


X 




X , 


X 


X 






Morton 


X 


X 










& 










X 






X 


X 






Prairie Stare 


X 


X 
















X 






X 




X 


X 






Sandburg 


X 


X 


X 












X 


X 










X 


X 







S** Valley 


X 


X 














X 


Q 






X 




X 


X 






Spoon River 


X 


X 


X 








X 








1 




X 


X 


X 


X 








X 


X 


X 








X 




X 


X 


X 




X 


X 


X 


I 








X 


X. 


X 








X 






X 






X 




X 


X 


X 


X 


Waubonaee 


X 




X 




X 




X 




X 










x< 


X 


X 






X of Colleges 


100 


95 


90 


25 


15 


5 


65 


10 


2 




50 


25 1 40 


40 


85 


90 


20 


20 
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' Sick Leave 

All community college -contracts analyzed provide sick leave. The number of 
sick leave days ranges from ten *© thirty days per year. Five colleges provide 
substantially sore days during the fiTst year of employment and a reduced number 
of days for each succeeding year.. One college, however, provides ten days the 
first yejar and then eleven days for each succeeding year. 

TABLE 16 

SICK LEAVE * 



Col lege 






No. of Days 


Cuoutat ive 


Belleville 1 






1*2-16* 


Un 1 imi ted 


Chicago 






10 


Unlimited/* 


Ha sper 






20/ H>** 


180 I 


Highland 






10/11*** 


l ? nl imited 


Illinois Central 






30/15** 


210 


Illinois Valley 






15/10** 


Un liaited 


•Joliet 






15 


195 


Lake County 






15 


' 185 


Lewis and Clark 






10 


120 


Logan 






* 10 


* *" U0 


HcHenry 






10 


124 


Moraine VaTley 




-* 


,10 


'150 


Mortcjn 






15 


- »0 • 


Pr-aine State 






16 


180 


San<fburg 






15 ) 


147 


Sauk Valley 






15/10** J 


, 0 


Spoon River 






15 \' 


A 200 


Thornton • 






;6/l2** 


204 


Triton 




20 


180 


Waubonsee 






17 


Unl imi ted 



♦Belleville 'provides twelve sick days *for nine-month employees, and sixteen 
days for employees on twelve-month contracts. 

♦♦These colleges provide a greater number of sick days the first year of 

employment The second number is the number of sick days provided after the 
first year. ' 

♦♦♦Highland College provides den sick 3ays for first year employees and eleven 
days thereafter. 

Four colleges al low 4 unl imited accumulation of sick days. Two colleges 
either allow no accumulation at all, or it is not stipulated in the contract. 
In the other colleges, the range of cumulative days is 110 to 210. Only two 
colleges were identified (Chicago and Waubonsee) that pay employees for unused 
sick leave upon retirement oj: upon termination. 
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In addition, four colleges provide s sick bank (Logan, McHenry, Spoon Rive 
and Waubonsee), In a sick bank, each employee contributes one or more days to 
common pool. This pool of days may be used by employees when their sick days 
have been expended and they meet the necessary conditions. Belleville, JoLiet, 
Prairie State and Sauk Valley do not have a formal 1 zed' s lck bank even though th« 
term is used in their contracts. In these- col leges they may borrow only their 
own anticipated accumulation, ^upon termination they must* reimburse the institu- 
tion for outstanding sick days. 

Association/Union Leave 

Nine colleges have negotiated association/union leaves. The specific 
details are shown in Table 17. Prairie &ate provides an annual leave for unlor 
officers, and Triton gfants union officers^a reduced teaching load. Time off 
for union conventions is included in sost of the contracts vr'th Association 
leave provided. Joliet also allows the union president or chief negotiator fous 
days off to prepare for contract negotiations. 

TA^BLE 17 
ASSOCIATION/UNION LEAVE 



Colleges With 
Association Leaves 



Chicago (Pay salary for up to 12 delegates 
x 1 week) * 

Joliet (President, 2 days) - * 

Lewis and Clark (up to 1" people x *5 days) 
- Negotiation leave 4 days 
for Pres. or ch'ief negotiator 

Moraine Valley (salary for I, 2 others 
♦ without compensation) 

Prairie State (annual leave possible for 
* * union officer) 

Sauk Valley (1 person x 5 working day*) 

Spoon River (No specific number of days) 

Thornton (2 paid + I without pay) 

Triton (all officers granted reduced ' ' 
teaching load) 



Colleges Without 
Association Leaves 

Belleville . $ 

Harper * 

Highland 

Illinois Central 

Illinois Valley 

Lake County 

Logan 

McHenry 

Morton 

Sandburg 

Waubonsee 
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Dues Deduction 

Sixteen colleges (80Z) have negotiated dues deduction provisions* Four 
colleges have contracts without dues deduction provisions. e 

_ . TABLE 18 

CONTRACTUAL DUES DEDUCTION PROVISIONS 



Colleges with 
Dues Deductions Provisions 



Colleges Without / 
Dues Deductions Provisions 



Chicago 

Harper 

Highland 

Illinois Valley 

Joliet 

Lake County 

Lewis and Clark 

Logan 

McHenry 

Moraine Valley 

Morton 

Prairie State 
Sandburg 
Spoon River 
Thornto'n 
Waubonsee 



Belleville 
Illinois Central 
SayV Valley 
Triton 



Maintenance of Membership ' «• 

One form of union securify is maintenance of membership. No employee has 
to join the union as a condition of employment, but if employees* voluntarily 
join, they must maintain membership payments for the duration of the contract. 
This ensures cash flow to the union. Most maintenance of membership clauses 
provide an escape period when employees may cancel their dues deduction. Only 
three colleges (McHenry, Sandburg, and Spoon* River) ha/re negotiated a mainte- 
nance of membership clause. / 
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TABLE 19 * v 
MAINTENANCE OF MEMBERSHIP *i* 



.Colleges with f * 
Maintenance of Membership Clause 



Colleges Wfthout 
Maintenance of Membership Clause 



McHenry 
Sandburg 
Spoon River 



Be 1 Uv i 1 1 e 
Chicago 
Harper ^ 
Highland 
Illinois Central 
Illinois Valley 
Jol let 
Lake *County 
Lewis and Clark 
Logan » 
Moraine Valley 
Morton 

Prairie State 
Sauk Valley 
Thorntofi 
Triton 
Waut>onsee 



Personnel File cfause *" » , 

Eleven colleges (55X1 have negot lated Contracts that contain personnel file 
clauses. Eight of these eleven contracts* with personnel file" clauses ajlov fac- 
ulty members to view <and reproduce portions of their files. Chicago aUows a 
faculty member to copy iny nateriai m the file^, Nine other contracts did not * 
mention faculty access tn personnel files. Pre-employment recommendations and 
faculty review board vote records were sometimes excluded from faculty access. " 

" TABLE 20 
^* PERSONNEL FIL|,aAUSE 



Colleges with 
Personnel File Clause 

( Chicago 
Harper 
Illinois Central 
Illinois Valley 
Moraine Valley 
Morton « 
Prairie State 
*Sandburg 
Sauk Valley 
Thornton ,J 
Waubonsee 



08ofte$es without 
Personnel File Clause 




* ^Belleville 

Highland < 
Jol'iec 

Lake County . 
„ Lewis and Clark 
^ Logan » 

McHenry ^ 
Spoon ftiverj 
Triton 
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Gr ievance Definition 

R gr ievance is a formal complaint concerning interpretation or application 
of a collective bargaining contract. This is a narrow definition of grievance. 
Some individuals and institutions favor a broad definition of grievances which 
would allow the inclusion of policies* practices, laws and regulations. Our 
analysis shows that 552 of the colleges have negotiated grievance clauses that 
broadly interpret gneyances. Forty percent of the contracts have a narrow t 
interpretation of grievance. The Spoon River contract states that their griev- 
ance procedure will be negotiated in the fall of 1981. The Belleville^ontract 
does not define grievances at all, this is the broadest interpretat idn possible 



TABLE 21 
GRIEVANCE DEFINITION 



Co 1 1 ege 


De f i n i t i on 


Broad 
In ter pre t at ion 


Narrow 
Interpretation 


Belleville * 


Unde fined 


X 




Chicago* 


Provisions 6f contract 
and past practices 


X 


i 


Harpe r 


Provisions of contract onty 




X 


H igh land 


Provisions of contract 
and established policy 


X 




Illinois Central 


Provisions df contract 




* X 


Illinois Valley 


Provisions of contract 


— - 


# X 


Jol let 


Provisions of contract 




* 


Lake County 


Provisions of, contract 




X 


Lewis 6 Clark 


Provisions of contract 






X 


Logan 


Provisions of contract 


* 


X 


McHenry 


Prov i s ion s of con tract 
Board policy f 
3oard practice 


\ 




Moraine Valley 


Provisions of contract % 
Board policy 


X 




Morton 


Provisions of contract 




X 

, *»*» 


Prairie State 


Provisions of contract 
and Board policy 


X 




Sandburg 


• Provisions of contract 




X ( 


Sauk Val ley 


Provisions of contract 






Spoon River 


Being redefined* 






Thornton * 


Provisions of contract 
Policies, rules and regu^S- 
t ions ' 


X 




Triton 


/Provisions of contract 
Policy afid practices 


X 




Vaubons^ee * 


Provisions of contract * 




+-7-5 — 


2 of Collefcn^ 




552 


45Z 



*As of October 1, 1981, the college had not accomplished this redefinition. 
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Grievance Resolution . ' 

t Fourteen colleges C 70Z) have negotiated binding arbitration of grievances 

leaving resolution of grievances to neutral third parties. Four colleges (20Z) 
have advisory arbitration o'f grievances which allows the Board to ignore the 
arbitration recommendation if it disagrees. One contract specifies that the 
board of trustee^ makes the final decision. Spoon River is in the process of 
rewording its grievance procedure. 

TABLE 22 

THE FINAL STEP IN THE GRIEVANCE PROCESS 



Advisory Binding 

BoaVd of Trustees Arbitration Arbitration 

Logan Belleville Chicago 

Morton Harper 

' * Sandburg Highland 

Triton Illinois Central 

* • Illinois Valley 

, Joliet 

j Lake County 



Lewis and Clark 
McHenry * 
Moraine Valley 
Prairie State 
Sauk Valley 
Thornton 
Waubonsee 



Igpasse Procedures 

^ Inpasse is* the term used to describe the situation which exists when, dur- 
ing negotiations for a new contract, no further progress can be made toward 
reaching an agreement. Impasses sometime lead to strikes. In the public sec- 
tor, where strikes are usually prohibited, impasses are frequently resolved by 
the intervention of a neutral third party, such as a mtGTTator, fact-finder, or 
arbitrator . 

Only four colleges have negotiated impasse procedures. Three of these 
contain very brief articles calling for mediation at iJfasse and designate the 
Federal Mediation and Conciliation Service as the me diators (Logan, Lake County, 
and Sandburg). Sauk Valley, on the other hand, Tfia's negotiated a lengthy impasse 
procedure. i » ' 
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TABLE 23 
IMPASSE PROCEDURES 



Colleges with 
Impasse Procedures 



$oIieg*s Without 
Impasse^ Procedures 



Lake County 
Logan - 
Sandburg 
Sauk Val ley 



Belleville 
Chicago, ' 
Harper < 
Highland 1 * 
Illinois Central 
•Illinois VaVley 
Joliet 

Lewis and Clark 
McHenry 
Moraine Valley 
Mtorton r 
Prairie State 
Spoon River 
Thornton 
Triton , 
Waubonsee 



Management Rights , „ 

A management r ight cl ause expressly reserves to aarra^ment certain rights 
and specifies that the exercise of those rights shall not^be subject to the 
grievance proeedur^ and/or arbitration. Twelve colleges (60X) contained some 
form of management rights clause. ^ 

* TABLE 24 /" * j.^ 

, MANAGEMENT RIGHTS 'CLAUSE * 



Colleges with 
Management Rights Clause 

Belleville 

Chicago* 

Highland 

II linois Cent ral 

Logan v * f' 

McHenry 

Moraine Valley t " 

Morton 

Prairie State 
Sandburg. 
Thornton 
Waubonsee 



Colleges Without 
Managements Rights £lause 

Harper r • * * * 

Ill'inois Valley 
Joliet* 
Lake County 
Lewes and Clark 
Sauk Vafle*y , 
Spoon* River 
Tr i-ton 



No-Strike Provisions * i 

' r Thirteen collies <65*) have negotiated specific no-stn 
colleges <35Z) have chosen to leave the subject of *ork stopp 
contract. ^ J 

c TABLE 2 5 

* SO- STRIKE CLAUSES 



lauses. Seven 
out of' the 



Colleges With 
No-Strike Clauses 



Bellevi! le 
Chicago 
Highland 
Illinois Central 
Illinois Valley 
Joliet 

.Lewis and Clark 
Logan " 
Moraine Valley 
Prairie Stat« 
Sandburg 
Sauk Val Jfey 
Waubonsee 



Colleges Without 
No-Strike Clauses 



Harper 
Lake County 
McHenry 
Morton 
Spoon River 
Thornton* 
Tr i ton 



Savings and 2ipper 'clauses 

A savings clause m a collective bargaining agreement stipulates that the 
rest of the contract will remain in force if part of the agr^eisept is held to be 
invalid or unenforceable. 



A zipper clause is a provision that specifically states that the written 
agree^nt is the" complete agreement of the parties a^ tAfc anything not con- 
tained therein is not agreed to unless put mto writ ing* afid signed bv -both 
parties following th* date of the a*greeir>en5 . The. zipper clause is intended to 
stop either party fron demanding renewed negotiations during the life of the 
contract. It also worVs to limit the freedom of a grievance arbitrator because 
he swat make his Incision based only on the contents of the written agreement. 

Almost all college contracts contained both savings and zipper clauses* 
However, Illinois Villey had neither. Voliet had th* savings clause but did not 
include the zipper clause, ^riton and Spoon Riw.r contracts contained the 
zipper clause but did not include savings clauses. 
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TABLE 26 
EFFECT OF AGREEMENT 



College . Savings Zipper 


Belleville 


X 


X 


Chicago 


X 


x 


Harper 


"X 


t X 


Highland 


X 


X 


Illinois Central 


X 


X 


Illinois Valley "** 






Joliet 


X 




Lake County 


rX 


X 


Levis and Clark 


X ' • 


X 


Lo«an ^ 


X 


X 


Mc Henry £ 


X 


v 

X 


Moraine Valley 


X 


\ 


Morton -* ' 


X 


xX 


Prairie State 


X 




Sandburg 


— : - — / — 


X 


Sauk Valley 


X / 


X 


Spoon River 




? 


Thornton 


r X 


* X 


Tritop 


k 


X 


Wauboneee* 




5 

X 



' SUMMARY 



\ 



* Table 27 provides an overview of^the scope of collective bargaining in the 
various Illinois* cocsnunity colleges, The text of this report thus far *has high* 
lighted the divflfcsity of contract language. Table 27 indicates that the scope 
of negotiations (the subjects to be negotiated) is relatively siailar throughout 
the state concerning the traditional subjecti of wages, hours, and conditions of 
eaployoent. Greater diversity exists with the leas traditional bargaining 
areas, i.e., clas^size, no-strike clauses, etc. Negotiations are idiosyn- 
cratic. Diversity should be expected in a dynamic process^. 

Wage . ' ' 

All college contracts analyzed designated coopensation for the regular 
academic year. All but one contract (Morton) contained provisions covering 
wages for the sutaaer terta. In addition^ all contracts provided for overload 
pay. y^, 

) 
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Fringef . 

The provision of fringe benefits is far froc uniform All colleges pro- 
vided soae rhsjran.t b^tit', Table 12 m^izates that all colleges provide 
life an£ fiealth nsjran-e But the unifo'raity stops there. Ot^er £orms of 
insurance provided by one' cDre colleges ,nclude disability { 1$%^ , vision 
*(iOZ), group aut:> ' 5t l , ma : pra. t i-_e ( bZ i , Kaoility (102), dental (40Z; and 
prescription drugs "trer fr:"2*>5 prov.ded include tuition reimbursement , 

leaves, travel and rel^a^ed time. 



Conditions of Employment 

Academe freedom is s:ipu,Iat*d in ail but four of the contracts Other 

conditions of eapl ovm*- nt *'jr»*»ed incited jla^s size, class load, calendar and 
office nours Specific tab I-* art provided within the text* for each of these 

items. Class I ->*d is apellej ?ut *** a! I of the contracts ^ut the other 
(c las* ^u*, wal*ndar ard , ffite H^yr-*' *>avK peen excluded from some of 
tracts 



factors 
the con- 



prise pjrpo^es of union contracts All but 



Sop 1 oye e Se c \s r t 1 y 

Employe.*' serurit 

two colleges stated pr<>/ fc i* pro.ed ;res for evaluation, tenure and termination. 
Reduction ir fjrep proc^re^ art al*^ 2t'Oe rally incl>-decf in the contracts. 

Transfer po.ed^r* 5 -* ar« generally n_t aece^ary because -o^t of the colleges 

have a :rojs r n.ti£^. _n» of t^e campuses s\tr> multiple campus 

locations, 3t>*>>> r^ntain a t ra r ^!er jrt.cle 



Grievance Procecjres 

All 'A f*- zcrt'i^t? pr,,»tie a ?n*/^nce process fifteen provide for 
bindiv arbitration a~d nx '^Qaiff ad^i^or/ arbitration In «->rie instance 
the board ^f trust***** -ak^ : v e filial decision m grievance resolution. 



Union S**c 



All cjrtra.ts f>rmeri,/ r-;^A ,n izpd and identified a jnior. as the exclusive 
representative ->£ faculty Only Si/teen contracts require dues de- 

duction for mion neah-rsniP Thr«»e college* have established implied mainte- 
nance of m^noe rsn i p clauses 

Management C^ncer^t j 



Twelve colleges f 6C£* n*vitidt*»d ion? form jf raanazement rights clause. 
Host contra, ts ,ar*»f^l., spelled -,„t the duration of the contract and provided 
savings and zipper cl<*u-» * Th i s minimizes misunderstand;*^ about the intent, 
durat 4 un an1 sc >p*> f th*- c ntra~t ani is thf»r*fore classified 3s a management 
concern f'n 4 on? mav ai - > pr^f»-r tns clarification over ambiguity that would 
exist without such language In addition, thirteen contracts ( 6*>%^ contained 
no-strike clao^s 



Irapasgfr Proce d jrps 

On I v tnf e ol l**g t " 
thr^e al*ow if in*, i ^ ^* 
tion faii^ 



.■*de imp"a*«i* prjeedures in their contracts These 
- _ l*pge also provides fur fa^t finding if media- 



it ? «*ript 



Th<- a»i*h.«r* ^av%« 
of Illinois _ -Krrwn^JT rll.^»* 
will de<»crib** a pf-^r^s tha* 
tlfv the irpli it >-*i ntn 
contract art fl^ an I prw»id**»- 
proce*«! dlr jcsf'-S in fhapr-r I 



t- 1e«crib*» objectively the current condition 
■ lUctive bargaining in Chapter I, Chaptsr II 
iff: <n 1 1 \ co 1 ] ege sanag^n-er^ can utilize to lden- 

language Chapter III analyzes several common 
\ li sg ims i to of impl l'^at ions utilizing the CIA 
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CHAPTER II 
THE CONTRACT ITEM ANALYZER PROCESS 



All members of the community college management team should be involved m 
the development of labor contracts. Conventional wisdom of the past suggested 
that division chairpersons, afsociate deans snd other first line adoinistrators 
should be shielded from the bargaining process. Many administrators do not want 
to be involved in bargaining at the table because of their close contact and 
identification with faculty concerns due to their former teaching status. Bar- 
gaining experience is gradually changing this perception of the vulue of non- 
involvement Because they are responsible for implementing the contract after, 
it is negotiated, it has become apparent that first line adoinistrators must be 
involved in developing managemeat counter proposals £ven if they are not engaged 
in face-to-face bargaining. 

Each administrator should be given an opportunity to analyze The current 
contract and proposed new language for loplications at the divisional/depart- 
mental lev4L The Contract Item Analysis (CIA) process, developed by the au- 
thors, allows first line administrators the opportunity to make recommendations 
to the negotiating team within a format that is easily assimilated into the man- 
agement team's preparation procedures for collective bargaining.** 

. The CIA process (see figure I ) is a systematic method that may '£e used for 
(l) analyzing current contract or proposed new language, (2) developing alterna- 
tive language or counter- proposa Is , and (3) reacting to union language presented 
*t the outset of the negotiating process and throughout ■ the course of negotia- 
tions. An example of the CIA: process is found in "Figure 1. 





FIGURE 1 > 




.CONTRACT 


ITEM ANALYSIS (CIA) 


PROCESS MODEL 


Item: Employee Evaluation 
4.4 




. . i 

Department- English 
Respondent, Janes/Dept. Head 


(1) 

Proposed or Existing 
Language 


(2) 

Department Level 
Icnpl icat ion 


(3) 

Alternative Language/ 
Counters /Act ions 



(The specific clause 
to be analysed is 
written in toral.) 



General Administration 



Personnel ; 



(The reactor is expected 
to suggest what he/she 
perceives to be acceptable 
terms or wording,) 



D, Curriculuo: 
£. Other 

\ 
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In column i the respondent Uentifi.es the specific contract language which 
should be anal/zed. To alleviate the tedium of writing out each clause, the 
management tean could duplicate and distribute tc appropriate personnel CIA 
Foras with the current or proposed language they wish analyzed. This step would 
both expedite the process as well as reinforce management ' s desire to receive 
input fr-oca those individuals who manage contracts on a day-to-day basis. t 

Ir. column 2 the respondent specifies how the language affects major areas 
of concern, Four key areas of operation are suggested to hel.p analyze the item, 
.A, General Administration,* B, Finance, C, Personnel, and D, Curriculum. Miscel- 
laneous implications can also be discussed (see E, Other). 

f 

I In column 3, the respondent is requested to provide alternative language 
that would siniaize negative isplications identified in column 2, The respon- 
dent can also recommend some compromise language since the bargaining process 
often results in compromis|, * 

Figure 2, Contract Item Analysis ''CIA) Illustration, provides an example of 
the end result of the CIA process. The CIA illustration depicts an analysis of 
a comor. issue in community college collective bargaining. Classroom observa- 
tion, if negotiated, must be carefully worded in the contract Figure 2 demon- 
strates the mpjt of a departmental/ d iv is lonal administrator concerning this 
important issue In t K is illustration/ middle-management provides a suggested 
improvement in language to make tne contract easier to administer on a daily 
bas is 
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FIGURE 2 


*> 




CONTRACT 


ITEM ANALYSIS (CIA) 


ILLUSTRATION 


Item: Employee Evaluation 
4.4 




Department* English 
Respondent: Janes 


t!) 

Proposed Language 




(2) 

Department Level 
Implication 


" (3) 
Alternative Language/ 
Counters /Act ions 



The evaluator shall 
meet with the em- 
ployee immediately 
following the 
classroom obser- 
vation to discuss 
the evaluation. 



A. General Administration 
Schedule impossible to 
keep-. Need time to con- 
sider the write-up. 
Will result tin a hap- 
hazard evaluation. 

B. Finance . Poor write-up 
could yield a grievance 
or worse, litigation. 
Cost of lawyer, fees, 
and time. 

C. Personnel . Employee's 
schedule may prohibit 
" immediate" response . 

. Secretary must have 
time to type. Hay 
need to be reviewed by 
personnel director. 

D. Curriculum * No direct 
* affect noted. 

E. Other . How do you define 
' 'immediately "? 



Alternative Language : 
The jevaluator shall meet 
with the employee within, 
10 school days following 
the classroom observation 
to discuss the evaluation. 

Compromise : 

Go down to 7 school days. 



The CIA process (1) prevents careless elimination of necessary management 
prerogatives, (2\ provides valuable adsainistrat ive views, (3) develops manage- 
ment cohesiveness by improving communication, (4) assures th«t quality thinking 
has gt>ne into the management bargaining package, (5) develops compromise lan- 
guage for later stages of negotiations, (65 serves as ^valuable ^n-service 
vehicle, and f7) prepares first-line administrators foY the* rigors and respon- 
sibilities of contract management. In addition, people find it easier to sup- 
port a contract they helped develop. 

V 
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The utilization of the" CIA process is predicated on the assumption that the 
respondents who analyze the language are aware of the pitfalls of various 
clauses, specific wording, and ambiguous phrases. Reality tells us otherwise. 
To insure that management personnel are capable of providing positive reactions 
and suggestions concerning contract language, in-service programs designed to 
implement the CIA process would seem essential J 

Because the CIA is a process, its application is not limited to a given 
contract, community college, or, for that matter, a given state. It provides a 
methodology for negotiating with professional as well as nonprofessional em- 
ployee unions or associations. 

Boards of trustees and top administrators are recognizing the need fpr a 
team approach to labor relations. This team effort will not materialize if the 
first-line administrator remains a neglected figure in the collective bargaining 
process. Contracts, once negotiated, are managed and implemented by these very 
administrators. The CIA process is a way to meaningfully involve all first-line 
administrators in collective bargaining. Use of the CIA should facilitate the 
administrative team concept and lead to improved contract administration The 
authors suggest that the utilization of the CIA process improves the quality of 
contracts because those who implement the contract are involved in development. 
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CHAPTER III 

AN APPLICATION OF THE CONTRACT ITEM ANALYZER 

The purpose of this chapter is to analyze a few key community college con- 
tract provisions utilizing the CIA process ojodel. The topics to be analyzed 
are: <1) grtfevance procedure, (2) class size, (3) teaching load, and U) offic 
hours. After becoming familiar with the CIA process, community college adminis 
trators may use the CIA forms to evaluate their college's contract and proposed 
new language submitted by the Union. 

The first contract provision to be discussed, and one that causes innu- 
merable problems, is the grievance procedure. A* sample grievance article is 
analyzed utilizing t\ie CIA process (see Figure 3 and Figure 4). 

The second contract provision to be discussed is class size. While only a 
few Illinois community college*, include class size limits in their contracts, 
such language can be extremely costly. The CIA model is used to illustrate the 
problems inherent within the class size issue (see Figure 5). 

The third common contract item to be analyzed is teaching load. This is at 
important area to faculty, students, administrators, atfd taxpayers. All Illi- 
nois community colleges include specific language concerning teaching load (see 
Figure 6). 

The last item to be discussed and to illustrate the CIA model is office 
hours, Due to its apparent importance to faculty and administrators, all commu- 
nity college contracts analyzed included office-hours provisions (see Figure 7). 
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ITEM: 



grievance cermrncH 

6.1 



ocmwcr item analyzex (cia) 



Art 

teapcndej* Msza 



v Proposed or 



Language 



Urdo^-^ 



It is the declared objective of the 
and the Board to encourage the procr* and 
informal Resolution of coaplawts of fac- 
ulty mecbers as they arise aid to provide 
recourse to orderly procedures for the - 
satisfactory adjustment of complaints. 

Definition 

^ A "grievance" shal 1 mean a carp Ui at by a 
faculty meaber 

a. that there has been a violation, 
misinterpretation or inevitable 
application of any of the provi- 
sions of thia Agreement, or 

b. that he has been treated unfairly 

f or inequitably by reason of any art 
or condition which ia contrary to 
established policy or practice 
governing or affecting taculty t 
eaters. 



ui 

bp locations 



General Adnimst ration: 




1 have' problems with the term "in- 
equitable. " There are built-in 
inequities m thia contract lite 
anywhere else. 

"Established practice" has varied 
m the past so such in coy depart - 
cent that we will geti many griev- 
ances only because I'm trying to 
straighten out the mess 1 inher- 
ited, 

Past practice locka-in the status 
qjo. 

B. Finance ' 

It could be costly 
possible grievances „ 
'"inequitable' 1 and past 

C. Personnel • 

1, I have a few faculty menbera vho 
believe they have been treated t 
"inequitably" for the past 20 
years. 

2. Also a few center* have had, "spe- 
cial deals" in the past, and if I 
change them they will grieve under 
past-practice. 

D. Curriculup: 

E. Other ;, 

Certain faculty, because of the nature 
of their courses, get additional money 
for supplies. Does this "inequity" 
isan other faculty can grieve- for more 
money? 

A 



; — ur~ 4 

Alternate Language/Counters/Actions 

"y. ■ 



Alternative Language: 



Be sure you delimit grievances to "alleged 

violations, sas interpretations or misappli- 
cations of the contract" only. (Delete a. 
and b. of the definition J 



Cce a roaise: * 

1. Keep a. without the word "inequitable.' 



2. If you must accept b. also eliminate 
the Word 'Vaifairly." 
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' tXPt GRIEVANCE PROCESS ( Paraphrased) 



Proposed or Existing Language 



FIGURE 4 



OCWKACP ITEM tfWUfZER (CIA) 



Step 1> After the Uhion accepts th£ griev- 
ance, it shall b& presented in 
1 writing to the /supervisor, tho 
a will arrange for a ejecting to take 
place within 5 'days. 

Step 2: If the grievance xa not reaolved 
in Step 1 , the Union nay" decide to 
appeal to the* appropriate Dean 
within 7 days. The Dean has ,3\ 
•days to render a decision. 

' If Jthe grievance is n^t resolved 
in Step 2, the*Uhion nay decide to 
,appeal to the Board of Truatee* . 
Cri«vance Hearing Cocoa t tee witfun 
? «day$. The Ccecuxtee/has 5 days 
to render, a decision/ 

Step 4: If the grievance is not reaolved . 
4 in Step 3, thf Union may submit it 
to arbitration. The decision by 
the arbitrator is final and bind- 
ing. ; • * 



StepN3 



Departiaent: Art 
ffespcndent: Yzza 




Titae-line* are too short and too-' 
general (5 fcJtendar or school *" 
days*. ^ . * 

■ w 

In step 3, It is poor practice to 
involve the Board directly m a 
* grievance procedure"! TKeUuon 
could "divide and conquer 1 ' at'fhe 
hearing. 



B. Finance: 



1. This entire process could be very 
expensive. The Board Hearing and 
Arbitration (step* 3 and 4)£ould 
require couij: reporter fees, arbi- 
trator fees, and other fee^ Vho * 
pays for this? Spell it cut. 

_, « 

1 . Uniftn gets too euch power. Vhy 
should it (the Union; bring tee a 
grievance when I supervise indi- 
viduals, not the Uhion. The indi- 
viduals include both Union and non- 
union 



2. iho should attend the "cttetihg" in 
step 1? If 'I ta alone, will thoy 
gang up 'on me? Please clarify this 
fiaeeting. How can I know the col- 
lege petition on every issue? 

D. Curriculua * 

E. ' other - 

Vhy should- we submit to "buxJing arbi- 
tration"? An outsider, would be staking 
important decisions affecting ay pro- 
gratas. This is a nsjor step! 



[ and defined. 



•The first step should be a conference 
betwen the faeulXy Dasher and supervisor 
*cnly. ^ 

* 

In step 2, the faculty eenber, not the 
Union, shqpld decide to go forward. 

The final step before arbitration should 
be an administrative decision. Get the 
Board,, out of the process until the final 
step/ Advisory arbitration is probably 
inevitable fasybe even binding arbitra- 
tion). If we have it, let's taake sure 
the Uhion pa^p half the coat, that we * , 
para^ei^ate m the eutual selection of 
the arbitrator , and that the arbitrator 'a 
authority ts linited to the scope of the 
contract. * c* 

t w * * 

The last step should not be binding arbi- 
tration by an outsider) This final j£ep 
should be a Board decision. 
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HEX: 



CLASS SUE 
4.2 



nose 5 
akwcr inn hwxzzr (cia) ] 



Department: Social Sciences 
Respondent: Tubb 



(1) 

proposed or Existing Language 



Class Sixg. A normal class lixe shall have 
I of thirty vght (38) for lecture- 



discusSion type courses, thirty-five (35) 
for teccxxiting, thirty-two (32; for Busi- 
ness hath, twenty-nine (29) for English 
Composition, twentv~ei£ht (28) for lsbora- 
tory portions of science courses, twenty- 
two (22) for Technical English, and twenty- 
three (23) for Mi Processing Progreaaing 
courses. 

For all other classes, the fores! class- 
sue ntxisuas shall be within the side- 
lines established by past practices during 
the tern of this Agreement. The above- 
stated norasl clasarsixe n wrinn a ahall not 
apply to laboratory situations where there 
are insufficient stations, Unless the fac- 
ulty umixT consents .thereto or there is a 
nuoip during registration, including cco- 
puter error, the above-norasl class-size 
r**^"« shall not be exceeded, provided 
that no administrator ahall coerce any 
faculty taster into consenting to a class 
* siz« above the nonael class-sue oaxiaua. 
The nortasl claaa-sixe ■axiauas set forth 
-above shall not be exceeded during the 
regutration-progfaa change period. 



(2) 

bnplication* 



i. General Adarirastratinn- Our depsrcsent 
will resent the tact that our classes 
may be Larger than all others. Wiy 
were we discriminated against? How 
were the class-sixe limts detertainetP 
Could they be justified? Are you sure 
that you want to be tied down to past 
practices? This ootid cake change al- 
cost iapossible, Rraea fcer the Politi- 
cal Science course for advanced stu- 
dents usually only enrolls ten stu- 
dents. Vbuld this verbiage lockups in? 
that is tonal? that is sufficient? 
The contingencies outlined for regis- 
tration have no boa ires a in a labor 
ccfitract and are entirely too cosr-lex - 
to be understood. fc~ 

The tecs "coerce" letvas a bad taste m 
ay south. «- This sentence alaost guaran- 
tees cult i pie grievances and will pre- 
vent edainxstrstora frtm making n a tes 
•try decisions. 

The last aentence is too restrictive 
and "deprives chairmen and the Depart- 
cent of needed v flexibility. The phrase 
"ahall not" is too strong. Perhaps we 
* should have acne gpala, but I resent 
absolute vanda&es. 

B. Finance: (Sec next page. ) 

C. Personnel: Registration, cLaas aixe, 
teaching, etc, ahould be designed to 
seetAstudent needs and not teacher 
rcedl. Staff Morale of «y departarnt 
cay be hurt by ttoact of clasa aixe. 
Do clxsa-sixe limits <re fleet college 
values concerning curricukn? la 
social science the least important 
subject in the college? 

D. Oflrricultn: Inequitable claas^sixe 
IS5S by Bepsrtacfit'aay have curricu- 
liai iaplications. 



(3) 

Alternate Langu^/Counters/Acticns 



Alternative Language: Qaaa sixe ahould 
never be aercioned in a labor contract . If 
ypu are forced to include class sixe, state 
everything in teraa of goala which are not 
hard-and-fast absolutes. Flexibility and 
responsibility for these types of decisions 
ahould reason with the chairman. 



ITEM: 



CUSS SEE 
4.3 



FIGURE 5 (continued) 
CCNTRACT ITO< ANALYZER (CIA) 



(1) 

Proposed or Existing Language 



I ^.?*f? ie ^ s di*agreeaent concerning the 
guioeUneih established by past practice 
with respett to the maxinun class size of 
any course S4 representative of the Asso- 
ciation, the concerned faculty raenbeKs), 
and the Vice President shall ncet to deter- 
mine vhat the guidelines established by 
past practice are. 



Respondent: 



Social Sciences 
Tubb 



(2) 

Implications 



A. General Adainistration: 

1 There is no feed for a special * 
grievance procedure for class size. 
This will cause untold headaches, 
especially since this language includes 
the Union, 

% I don't like the existing guidelines'. 
This past practice ties my hands!! 

B. Finance : 

If fciture contracts included negotiated 
lower class size, we nay bankrupt the 
college.. 



C. Personnel: 



/ 




A. 



N/A 

D. Curriculua : 
N/A 

E. Other : 
N/A 



(3) 

Alternate Lar^guage/Oxinters/Act ions 



Altemative Language : 



Please don't negotiate an extra grievance 
process. No language like this should ever 
be included. Kee^ Past Practices out!! 

Cctiyrcciise : 



'*Ihe board agrees to attenpt to observe 
within reasonable limits and maintain pres- 
ent class-size averages (staffing ratios) 
subject to space availability, installation 
of experimental or innovative programs, bud- 
getary limitations and availability of 
teachers or necessary funds. Decisions cn 
class sizes (staffing ratios) will be made 
by the department chairmen acting in the 
best interests of the students and will not 
be subject to challenge through the griev- 
ance procedure.'' 



rtEH: TEKJTOC WX> 
3.1 



FIGURE 6 

awnvcr hem «mz£R (cia) 



Division: Hatural and Health Sciences 
.Respcoaecfc: I. C. Cells 



(1) 

proposed or Basting Language 



Teaching Load 
>. 



The teaching load for full-tiae. teach-., 
ing faculty is thirty (30) elated 
credit hours per a carta gic, year. % 
Equated credit hours ahall be defined 
as the fallowing. ratios; 

♦ 

a. Q0x~O) scheduled lecture hour per 
\eck per.aeaester equal* coe (l) 

equated credit hour. * ^ 

b. One (I) scheduled Laboratory hour 
per week per aeneater equals one 
U) equated credit hour. 

c . Vhenever a sect ion ha* ■ore than 
one assigned faculty nsber, the 
iufcer of equated credit hours - 
shall be divined by the nrfcer of- 
faculty sdsriniatratively assigned 
to that ,8051100 according to the 
ratio of their respective responsi- 
bilities. 



(2) . 
^plications 



General Afadnostratin^ 

1. I don't like the 30 hours. Because 
of all the labs in pr division eve- 
ryone teaches 16 hours per seaester 
in fiour sections. Does this vean 
all ay teachers will earn overload 
pay even if they teach only 4 act- 
tioos? " 

Jhnaoce : 

1. The cne-for-ooe equating 'of Lab „ 
hours will cost a fortune! Me will 
get killed in nursing alone, since 
the cursing instructors spend so 
such tiae, in the clinical setting. 

personnel: 

1. I can see the fi#its already. Cer- 
tain Lab teachers have Lab assis- 
tants tto set up for them, others 

do not. / ' 

2. You raean ay P-E. teachers get the 
sss* credit for basketball as ay 

t sicrobiology teacher t * 

, Curriculua: . 
— ' <t 

Curriculua developaent 

'cult. My faculty have _ 

' put too *any lab hours in a course. 
This will only nake it worse. 



(3) 

Alternate L*ogp^Ccwter*//ct ione 



Alternative Language : 

1. Teaching Load ahould be 32 credit hours. 



: a tendencj^^^ 



\ Qther - : 

\l.c. is inc ca p re hen s ible to se and 
\ probably to an arbitraqXt^-— , 



2. Labs ahould renain as they 
for cue credit. 

3. Get rid of I.e. 



■2 hours 



Go to 1.5 Lab hours equaling one credit— but 
no core, and exclude nursing (will be too / 
expensive) and physical education (they v 
don't deserve it). 



TEACHDC LQfiD 
<3.2 



FIGUre 6 (ccn&nued) 
^ COtmtCT tlDl ANALYZER (CIA) 



(i). 



Proposed or Existing Unguage 



plica 



Division: Natural and Health Sciences 
Respondent: H, C. Gells 



'(2) 
taplications 



(3) - , 

Alternate L^xguage/Counters/Zctiona 



Teaching Load : 

2. a. Ncxrtejching faculty ehali work 
thirty (30; hour* per week during 
the academe year . The days ot 'fee 
week and the hours of the day to be 
worked during thia tine will be 
> assigned by the appropriate a*an- 
istratora. Such .days will include, 
but not be lisited to, all instruc- 
tional days, professional days, 
final examination days, and coa- 
aenceoent. All additional hours 
and days to that specified above 
will be cetemined and assigned by 
each respective supervisor. 

b. Vbrk ofy be assigned when the 
College's administrative offices 
are not normally open for business, 
e.g., Saturday. Vhen work is 
scheduled at these tinea, each 
employee's weekly work schedule 
will be adjusted. by mutual agree- 
ment so as not to exceed thirty 
(30) hours per week. 



ERLC 



A. General Ministration : 

1. Ho. 2 is a real problem. First, 
>ho are 'Vcrr-teaching faculty' 7 
Does this include ay lab assis- 
tants? 

2. In No. 2. a. if "each respective 
supervisor 1 ' determines "additional 
hours and days," we nay have incon- 
sistent and confusing work sched- 
ules. 

B. Finance: 

• • ' 

1 . thy a 30-hour work week? This is 
very expensive. 

1- To reduce my lab assistants frcra 
4) to 30 hours per week means I 
have to pay overtile or hire addi- 
tional personnel . 

C. Peraaiiel : 

I can see where ecee of my faculty vrjo 
teadf would be putting in more hours ' 
than counselors. This will cause 
interpersonal relationship problems. 

D. Curriculua; 



K/A 
E. Other : 
N/A 



Alternative Language : 

1. Let's keep our 40-hour work week. 

2. Hen-teaching faculty are defined as 
counselors, librarians, and laboratory 
assistants in the Natural and tea 1th 
Sciences Labs. 

3. Additional days and hours will be 
assigned ,by the Dean of Instruction . 

Cccpraaise: 



I. If we trust change our work week, how 
about 37 1/2 hours? 1 can keep our Labs 
open and supplied without paying over- 
tise or hiring additional help. 
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not-.' TEAOTOC LOS) 

3.3 



YIOM 6 (continued) r 
dKIWCT HEM ANALYZER (CIA) 



Division: Natural and Health Sciences 
Impendent: X. C. Cells 



(1) 

Proposed or Existing Language 



3. The full load for staff in the open Lab 
shall be 22.5 hours (sixty ninutei) per 
week. Open tabs include: Reading, 
Math, Developmental labs, and any other 
new open labs established. 

For instructors w>o are assigned 
sepeater-hour courses as well as open 
f lab teaching, the load will be deter- 
mined by calculating the percent of 
load in each category. 




(2) . 
Implications 



A. General Mainistration: 

Even though I don't have any "open, 
labs" currently, ecoe day I cdght. 
22.5 hours sees* like a short week to 



B. Finance: 
K/A 

C. Personnel: 



K/A 

Qurriculaa : 

If this language holds up, I can't im- 
agine approving any courses with open 
labs because I wouldn't be able to 
staff them without hurting ay budget . 

Other : 

H/A 



— 7* o) 

Alternate Lsngoage/Gounters/Actions 



Alternative language : 



I'm unsure here since I don't have these 
"open labs" but the frill load should bp axe 
like that of regular lab instructors. 



Gcnpraaiae: 



ITEM: OFFICE HOURS 
7.6 



FIGL1E ) 

ccntcact mx analyzer (cia) 



(l) 



Proposed or Existing Lsiguage 



Faculty sectors shall keep «ix ( h) off ice 
hair* per week, An office tour is defined 
as a 50-ainute period m *hich the faculty 
oecfcer is physically present in his/her 
office 



j 



(2) 

Implications 



A - General Adainistration : 

Not enough hours. Saae faculty will 
attest to schedule classes 3 days a 
week with office hours en those days 
and hence could be unavailable 2 days -a 
«ek for other duties such as cccnut- 
tees and prograa responsibilities, 

B. Finance 
H/A 

C. Personnel- 



Will cause conflicts anong faculty vho 
have to. be here 5 days a week because 
of the nature of their prograa (ejtgrr- 
pie; nursing) and will cause nra stu- 
dents to cooplain- to ae and cy secre- 
tary about faculty bein^Vtnavailable. 

D Curriculum: 

. Vfauld probably fiirther reduce afternoon 
offerings since faculty will not want 
to spend tia* on canpus in the late 
afternoon, Could hurt our vocational 
prograa in law enforcement then police 
officers are available to take classes. 

* 

E. Other - 

Hew can we insure that faculty will be 
available before or after rdgit classes 
then 60Z of my enrollment is generated? 



Division;* Vocational 
Respondent: Sualec 

Alternate l^jage/Gounters/Actions 



Alternative 



Faculty meters shall be required to keep 
tweive # (12) office hours per week. * Faculty 
centers will keep at least one (1) office ' 
hour each day of the week, Handay through 
Friday. At least one.(l) office hour will 
be scheduled before the faculty aster's 
first class of the day, and at least one (1) 
office hour after the last class of the day. 



Ccu^Jtcpuae' 



Go down to ten {10) office hours per week. 
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This document demonstrates the utility of the CIA process Model. This CIA 
process is a systematic method that may be used to help the community college 
management teas (1) analyze current contract language, (2) evaluate proposed 
contract demands, and (3) develop alternative language. The CIA Process allows 
all management personnel, especially first-line administrators such as division/ 
department chairmen and associate deans, to contribute to the negotiation proc- 
ess. The intent is to improve the collective bargaining process by making it 
more systematic. 

The next page is a sample CIA form (Figure 8) which we encourage you to 
duplicate and use at your cosadnity college as you plan for your next, or per- 
haps first, round of negotiations. 



PIGUPE 8 - 
OCNTRACT TEH ANALYZER (CIA) 



Departaent/Diviaion: 
Respondent! 



(1) 

Proposed or Exittix^ Language 



(2) 

feplicaticns , 



(3) - 

Alternate l^nguage/Countera/A^tion* 



9 

ERIC 



A. General Maims tm ion: 



B. Finance: 

r 



C. Personnel: 



D. Curricuiua: 



E. Other: 



43 



Alternative Language : 



CoqjrcmLae: 
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College 



Included 



Excluded, 



Belleville 



Chicago 



Ful I -time faculty 
(no definition) 
Instructors 
Librarians 
Counselors 
Supervisors 
Department Chairmen 
Coordinators 

Partial protection for part-tine 
faculty above 3/5 appointment 



Full-tine faculty 
Project ^ Personnel * 
(Training Specialist) 



President 
Deans 

Vice Presidents 
Assistant Deans 

Employees of^centrai aAtdnfetration 



Harper 



Highland 



Full-tire faculty renters 
Department chainaen 
Coordinators 



All full-time faculty renters 



Classified staff 

Other administrative ecployees 



President and Presidential assistants 

Deans, Associate Deans 

Controller , ' 

Division chainaen 

Director of Adbdasions and Records 

Director of Student Financial Aids and 

Resource Development 
Director of College Relations <■ 
Director of Data Processing 
Director of Physical Plant and Maintenance 
Director of Library services 
Coordinator of Audio/Visual Services 
Coordinator of Student Activities 
Director of Auxiliary Services 
Purchasing Agent 

and ait other adainistrative and classified personnel 



9 

.ERIC 



5£ 



• College 



Included 



Illinois Central F^M^& faculty employed for the prWr 
purposeW instructing students. 
Technical ^trurtfift .Instructor, 
Assistant Pfoj -3 ^* 1 - 
Associate "M^^c^ 
. ProfessorO^^ 



Illinois Valley 



All teaching personnel 
under contract 



T 



Instructional Assistants 
(e.g. Lab Supervisors) 



A 



Jollet All full-time (teaching ntrre than 

8 credit hours per semester) 
- faculty mentors plus 
counselors 
librarians 
advisers 

^ department chairpersons 



ERIC 



Excluded 



y Efaployees 0» hold less than full-tin* faculty appointments 
B^loyees Ox> are employed on a part-time or temporary basis 
or vtose positions are rurded in any-manner from other than 
normal College funding sources, including but not limited 
to any contractual or fiscal agent arrangements 1 *hich may 
be entered into by the Colle^ 7 
Division chairmen, assistant division chairmen, or any. person 
employed in an administrative capacity as determined by the 
Board s 
Confidential, managerial, or supervisory employees 



-President 

Dean of Instruction „ * 
Dean of Student Development 
Dean of Business Services 

Dean of Continuing Education and Business Services 

Associate Dean of Career Education 

Director of Admissions, Records, and Registration 

Director of Cccromity Education 

Director 'of Athletics 

Director of Computer Services 

Director of Counseling v 
Director of Financial Aids and Placement 
Director of Learning Resources 
Director of Nursing 
Division Chairmen 

Coordinator of Cultural Activities * 
librarians 

Other Non-teaching administrative personnel . 

Individuals hired to work at the Sheridan- Correctional Center 



President 

Other administrators, executives, and supervisory personnel 

". . ♦ and the portion of the department chairperson's role \ 
that is administrative." 
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College 


Incited 


Excluded 


Lake County r 


EUll-time teaching faculty 
(teaching 12 or mote hours) 
guidance counselors 
librarians 


President 

Vice President * 
^ Deans 
' Business Manager 
Director of Nursing f ^ 
Central adbdnis tr at ive staff * , * 
Division chairperson or director or similar adninistrative 
/ position vhich nay be created t • 
' CEEA employees 
Other adjunct employees 


* 

Levis and Clark 


Full-time faculty menbers 
t Counselors 
Ubrarians 




Logan 


full-time teaching faculty 
(an actual list of, faculty 
members, is included) 


f 


Mdfcrtry 


• 

All full-time faculty ' 
Division Chairperson 
Program Coordinators 


Confidential employees * 
Those vho have authority, in the interest of the employer, to 
hire, evaluate, discharge, assign, transfer and/or discipline 
full-time faculty employees or moke re^ccmendations using * 
' independent judgment 

/ » » 



V 

s 



ytoraine Valley All full-tire teachers. 

(professors, associate professors , 
, assistant professors, instructors^ 

assistant .instructors vho are eligible 
for a schedul^teaching load of 15 
equivalent hours or 35 hours or 37.5 
hours per week straigit time) 
Counselors 
K Librarians 

Coordinators » 
Technicians in the testing center 
Advisers 



/Managerial or supervisor employees as <jg£ined by the 
Vll other employees 
Interns ' » a ' 
Student Teachers 
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College 



i Included 



Excluded 



Morton*: 



Prairie State 



r 





Souk Valley 



All teaqhe'rs, 
^counselors 

-professional librarians A 



Full-tune faculty 



Full-time instructional staff 
including librarians, 
counselors, and 
audip-visual, personnel with 
regular full-time, appointment's 
approved by die board and hold 
academic rank 



President m 
ftisiress Manager 
Deans 

lAdninistrative Assistant, 
directors 



Sandburg • , All regular full -tun* teachers 

' » Counselors 

' Teachers on 3/4 load contract 



Division Chairperson * 
All other administrators and executive personnel 
A,V, coordinator 
All other personnel 



President " / 

Deans , ' 

Directors 

Plant engineer and their assistants and associates 

Any other individual whose dities are trimarily adninistrative 
hi nature or jnvolved in evaluating employees and making 
reccmrendatiens with reference to dismissal, retention, 
—Other matters dealing with the employees' continuing 




Spoon River 



All full-time faculty 



1 



Thornton 




All faculty members 
with a normal load 



Coordinators 
k Couns^gW 

Librar i«, , 
. v A.V. Director 



President 
Vice President 
Deans ' 

Assistant Deans 
Division Director » 
Part-time employees 
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College 



Included 



Truon 



Waubonsee 



All faculty association vecber* 
Coordinators not presently on 
12-month salary schedule 



Instructors 
Counselors 
Librarians 
Department chairpersons 



All full -tyre faculty assigned 
faculty duties 

Counselors v 
Librarians 

Divisional chairpersons 



Excluded ^ . 




Those not on salary schedule B 

* * 
J 



Divteiopdl chairpersons relative to their management essigroents 

r - ' - 



J_JL 



V 



APPENDIX 5 



Glossary of Collective Bargaining Terms 
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GLOSSARY QF COLLECTIVE BARGAINING TERMS jfc 

Arbitration - Method of deciding a controversy under whioh parties to the con- 
troversy have agreed m advance to accept the award of a third party. Ar- 
bitration may be advisory or binding. . * m 

* *> 

Checkoff - Arrangement under which an employer deducts £rom pay of employees the 
amount of union dues and turns over the proceeds to the treasurer of the 
union / * 

Closed S hop - Arrangement between an employer and a union under which only mem- 
bers of the union may be hired. See Union Shop, 

Collective Bargaining .- A method of determining conditions of employment by the 
negotiation between j:e$reSentat ives of the enplov^j- and union representa^" 
° tives of the employed. The results of the^fcfrffain ing are set forth in" a' 
^e^tve. bargaining agreement • ^Collective bargaining, which determined 
conditions of employment for all workers m a bargaining unit , is to be 
distinguished from individual bargaining, which applies to negotiations. 

Collective Bargaining Contract - A written agreement or contract that^cples out* 

* of negotiations between an employer pr a group of employers and a union / 
It sets out the conditions o t f employment (wages, hoars, fringe benefits, 
etc.) and ways to settle disputes arising during the term of the contract 

- Col lect ive bargaining agreements usually run for a definite period one, 
two, or three years. - * * • , 

Conciliation -.Efforts by third party toward the accoesaodat len of opposing view- 
points in" a labor dispute so as to effect* a voluntary settlement. 

Conf ldentialEmployee , The term "confidential empl oyee^Shal 1 mean any employee 
who is engaged in' personnel work in other than a purely clerical capacity, . 

has access to information subject to use by the Boar'd or its represen- 
tatives m collective bargaining or employee /e.lat ions , or who participates 
in collective bargaining or employee relations on behalf of tjie Board or 

• • its representatives. • * 

Escalator Clause - Clause in collective bargaining contract requiring wage or 
salary ad jus tnient^ at stated intervals in a ratio to changes in the Con- 
sumer Price Index (CPI). N- 

Fact-finding Boards - Agencies appointed, usually by a government official, to 
determine facts and make recommendations in major disputes. 

Fringe Benefits .- Term used to encompass items such as vacations, holidays, 

insurance, medical v e-hefits» pensions, and other similar benefits that are 
given to an employee under his employment or union contract in Addition 'to 
direct wages. * 
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^.Cloaaary of Collective Ba rgaining Tena, ■ cont'd 

CrleV Z e 'JjT Sl C0 ? ?lllnt u8uall y W - -dividual but sometime, by 
Uctive ba ,rr 8eaent ' COnC " nin S '""rpr.t.tlon or application of a 
dea n! wtth nd 2°"."** " tradUional " ork Practices. The pethod of 
W» L 1 grievances i. through . grievance procedure nego- 

tiated in the union extract. If a gr levance cannot be settled at the 
superv sory level, it l8 appealed to ever higher levels of management 
mo" °c r «. t e y , Vlth "™ ° f 3Ppeal bel " ? Srievance ;rg j„ 

QOSl Cases, i - 

g " eV or C bv' r :r dUr - " * ^L h ° d ° f d " U ' ng Vlth 8 ""P//"' »'« <>y »n individual 
V thout ir "t""**^ a ' !OSS the " ork ^ e to =-"nue "operating 

» ^e pre auon or ^s, r' *" al!e ^ d violation' misin- 

terpretation or misapplication of a contract. The procedure generally 
provide, for discussion, of ^ grievance at 7«*re«i»«i, h.g£er \~lL «rf 
aanagement authority, with ablation typical IvV, L til l.T.tlV 

organized union, union not af f . liatc£ vi th a national federation of union,. 

^^^£^1^ - Union-secumv agreement up der which employee, who 

rLu^et ' MTV SP " lfled date - « thereafter become members, are 
" or^loylent ° ember ' dU " ng the "™ ° f the <°" tra « « • -nation 

Management-Rights Clause - Collective Bargaining contract clau»« tha* expressly' 
reserve, to management- cer« ln right, and spe cifie, that the exerciae of 
those rights .„.„ not be subject to the grievance procedu TZi'lJ- 



t ion. 

i 



fwnr « * 5°" Cpncl!lsclon l « cha t mediator „ kM proposal, for set- 
tlement of the dispute that have not been made by either party. 

Megt ^ d , C ° nfer C A partlCuUr iobor-manage^nt relationship which gives public 
■ !? P iT" th « "* ht C ° -*« r.co»end«,on. to management bu 

a ut:nr 0 r3y: h e:t right to aake c " uiti r decision on <* J and 

' Recognition - Th g designation granted to an employee organization recognized or 
certified by the Board „ the representative of the employees in an appro- 
Pr te bargaining m , Excluslve recognltlon glve , ^ Ltified org^- 
— r n' 1 /° at agreement* wh tamageSeht that 
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Clossar.y of Labor Terms, cont'd 



Reopener Clause - A proviso in a collective bargaining agreement vhich states 

the tioeT and circumstances under which certain parts of the agreement, 

usual Iv wages, can be renegotiated before the agreement expires. A re- 
opener' clause usually provides for renegotiation at^the end of a given time 
per lod . 



Savings Clause - A collective bargaining agreement may also incorporate a sav- 
" * clau se so that if part of the agreement is held to be invalid or unen- 
forceable, the rest of the contract, wiU return in effect. 

Union Shop - A provision in a collective bargaining agreement m which the 

"e^pTover may hire anvone he chooses, but in which all workers must join 

the union vithin a specified period of time after being hired (typically 30 
days* and w.t retain membership as a condition of continued employment^ 
The courts ^ave refined this obligation to me*m oirty paying tne normal dues 
and fees that a union toember wouW pay. 

Zipper Clause - A provision in a collect we bargaining agreeoent that •pwtfi- 
?P callv st ates that the written agreement is the complete agreeoent of the^ 
parties and tnat anything not contained therein is not agreed to unless put 
into writing and signed by both parties following the date of the agree- 
oeftt The zipper clause is intended to stop either party .fron demanding 
renewed negotiations during the life of the contract. It al.o wor«. to 
li-ic the freodos of a grievance arbitrator because he bus* oa.ce his deci 
sy^Tbased only on the contents of the vrjtten agreeoent. 
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